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Introduction

Training is one of the most important functions of the human resource manager (Khan, 2015). Training
equips the employees with the expertise, talents and approaches required to do their work (Okioma, 2011). It is
a learning activity that leads to the acquisition of skills, attitudes, and knowledge needed to undertake an assigned
task (Butler, 2010). Employee development on the other hand relates to the actions taken by an organisation to
inspire its employees’ professional and personal growth, as well as prepare them for higher positions and
opportunities (Nassazi, 2013). According to Opoku et al. (2020) however, whereas employee training is a short-
term learning activity for the acquisition of specific skills required for doing a particular job, employee
development equips them with the general knowledge and competencies required for future responsibilities.
Several organisations have invested in the training and development of their employees with the aim of ensuring
their continuous existence, progress, and excellence (Wiley, 2011). Most organisations use training and
development programmes to improve the talents, abilities, and attitudes of their staff (Okioma, 2011). According
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to Falola et al. (2014), training and development facilitate the operational ability of employees by helping them
to carry out various forms of assignments, increase the rate at which they perform their current jobs, and explore
their full potential. Thus, the human resources of any organisation are the most important resource that the
organisation may depend on to transform their mission and vision into reality (Khan, 2015). To do this however,
requires a set of well-trained staff whose superior performance can leverage competitive advantage for the firm
as a whole (Obeng, 2018).

The training and development of security guards in public universities in Ghana is worrisome.
According to Darteh (2012) for instance, many of the Security Units in public universities in Ghana have
implemented irregular and unplanned training programmes. While this problem may cut across all public
universities in Ghana, Obisi (2011) cites the case of staff of the Security Section of the University of Cape Coast,
claiming that training and development have not been given the necessary attention. In the words of Maduka
(2014), training in the Security Unit of the University of Cape Coast is mostly unplanned, unsystematic, and not
tailored to meet the needs of the unit. As a result, the staff of the security section lack the requisite skills for
efficiently performing their duties (Ofori, 2000). This, according to Ampomah (2016) has affected the individual
job performance of staff of the security section of the University of Cape Coast (Bizri et al., 2021; Siddique et
al, 2019).

The Security Section of the University of Cape Coast has gone through several security breaches
(Owusu et al., 2016). In a 2020 report by the Directorate of Human Resources, University of Cape Coast,
nineteen (19) thefts and two (2) rape cases were reported with only fourteen (14) arrests made from January 2014
to December 2020. Again, some members of the University Community had their rooms, offices, and vehicles
broken into with electronic devices and various amounts of money stolen. Students have also suffered various
degrees of injury from their attackers whilst some female students were raped. In addition, the University land
is being encroached upon with impunity (Owusu et al., 2016). It is upon this premise that this study is being
conducted. Previous studies have shown that training and development have significant influence on the job
performance of staff in most universities in Ghana. For instance, Obeng (2018) examined the effect of employee
training and development on performance of senior staff of the University of Energy and Natural Resources,
Sunyani, and found that effective training programmes have led to increases in employee competence, which
have, in turn, improved the performance of senior staff in the university. Ampomah (2016) also examined the
effect of training and development on employee performance at the Pentecost University College, Ghana. The
author found that training has significant influence on the performance of staff in the Pentecost University
College. Again, Cobblah (2015) examined the contribution of staff training and development programmes in
selected university libraries in Ghana. Cobblah found that such programmes contributed immeasurably towards
improvement in employees’ professional knowledge, skills, and experience, which has enhanced their job
performance in the provision of library and information services to the university community.

Although research seems to abound in staff training, development, and individual job performance in
the universities in Ghana, taking recommendations from these studies to address the particular case of staff in
the Security Section may be misleading because the kind of training needed by the security staff may be different
from all other staff. Again, the cultural orientation of staff in the security section are different from those in other
departments. There is therefore, the need to specifically test the causal relationship among training, development
and job performance of staff in the security section in the university of Cape Coast. It is against this background
that the current study is conducted. The specific objectives of this study are fourfold: (1) to examine the
effectiveness of the training and development practices of staff of the Security Section of the University of Cape
Coast, (2) to assess the performance of the staff of the Security Section in the University of Cape Coast, (3) to
determine the effect of training on performance of the staff of the Security Section of the University of Cape
Coast, and (4) to analyse the effect of development on the performance of the staff of the Security Section of the
University of Cape Coast.

The rest of the paper is laid out as follows: Section 2 presents the theoretical and conceptual literature,
while Section 3 focuses on the empirical review and development of hypotheses. Section 4 presents the results
and discussion of findings, while Section 5 covers the conclusions and managerial implications of the study.

Literature Review

Reinforcement theory

The current study is underpinned by Skinner’s (1957) reinforcement theory. The theory is built on the assumption
that human behaviour is influenced by its consequences. Although a process theory, Skinner differentiated his
theory from the other process theories such as equity theory and expectancy theory which seeks to see what is
inside the human mind that propels his or her behaviour. According to Skinner, rather than focusing on the
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individual’s inner beliefs, values and expectations to predict his behaviour, the reinforcement theory see human
behaviour as being dependent almost on external factors — the consequences of the person’s actions. Thus, in
Skinner’s opinion, it is not necessary to look for cognitive explanation for human behaviour, for human conduct
can be explained by the consequences in the environment. Skinner believed that the external conduct of an
individual and his environment are very important in finding out why a person behave the way he does, and not
the individual’s intentions or inner feelings (Banaji, 2011). Skinner (1957) further argued that human beings are
inspired to continue or avoid certain behaviours due to the nature of reinforcement that resulted from such
behaviours. This is based on Thorndike’s “law of effect” which holds that people will most likely engage in
desired behaviours if those behaviours are positively rewarded, and avoid those that result in unfavourable
consequences.

The fundamental antecedents of the reinforcement theory are reinforcement, punishment, and
extinction. The reinforcement component is also called positive reinforcement which is behaviour that has a
greater probability of recurrence because a positive or desirable reward is applied to that behaviour after it
occurred. Put differently, positive occurs when the consequence resulting in the behaviour increases the
probability that the said behaviour will continue or be repeated (Redmond, 2010). Negative reinforcement, on
the other hand, involves the removal of some event in order to encourage the repetition of behaviour which is
desired by management (Booth-Butterfield, 1996). Finally, punishment occurs when a negative consequence is
imposed on a person to reduce or prevent an undesirable behaviour (Redmond, 2010). According to Redmond
(2010), while negative reinforcement involves withholding a negative consequence to encourage a desirable
behaviour, punishment involves imposing a negative consequence to discourage an unwanted behaviour.
Punishment is often used as a last resort to reshape the employee's behaviour because it can result in bad
consequences and create more pressure and stress for the employee. Reinforcement theory suggests that when
positive reinforcement for a learned response is withheld, the individual continues to demonstrate the desired
behaviour (Redmond, 2010). The theory also suggests that when a negative reinforcement continues, the
undesirable behaviour will decrease in frequency and intensity, and will eventually disappear. Extinction is the
withdrawal of a positive reinforcement that previously followed an undesirable behaviour in the hope that it will
not be repeated (Skinner, 1957). A person attempts to extinguish another person’s behaviour by withholding the
positive reinforcement that encouraged the said behaviour (Redmond, 2010). The relevance of the reinforcement
theory to the current study is that employees will be motivated to participate in training programmes if they feel
that the training will benefit them both at the workplace and in their private life’s.

Concepts of Training and Development

Priya et al. (2012) defined training as any educational pursuit which is geared towards the acquisition of a
particular talent and expertise to facilitate the performance of an assigned task. Training is also defined by Opoku
et al. (2020) as a short-term learning activity for the acquisition of specific skills required for doing a particular
job. According to Mehmood et al. (2012), training does not only develop the capabilities of the employee for
performance but also improves their motivation, job satisfaction, commitment and retention. It also enables
salespeople to deal with customers in an effective manner and respond to their complaints in a timely manner.
Effective training programmes provide employees with the requisite skills to meet the changing market needs
and preferences. Training ensures that the employee does not only have technical work skills but are responsible
and able to analyse and solve workplace problems (Sung & Choi, 2014). The object of training is to acquire the
requisite skills for successfully performing one’s job (Jehanzeb & Bashir, 2013). When individuals are given the
required training, they make good use of the resources and devices they work with, which in turn, minimises
wastage in the system (McNamara, 2010). Training opportunities represent an employer’s commitment to his
workforce. So, lack of training programmes tends to make employees feel a lower commitment on the part of
their employers to their growth and development (Mehmood et al., 2012; Ngirwa, 2009).

There are two methods of training: (a) on-the-job training and (b) off-the-job training (Rusinovci, 2015).
On-the-job training allows the trainees to develop skills in the real work situation by using the machinery and
the materials involved in performing the job (Dessler, 2005). HR practitioners usually prefer on-the-job training
because the employees learn the skills while performing their daily duties concurrently (Opoku et al., 2020).
According to Pulley (2006), on-the-job training offers employees the expertise and understanding they need to
become acquainted with the needs of clients and other business partners. On-the-job training also allows the
trainees to become used to the devices and resources that are used at the workplace (Rusinovci, 2015). According
to Opoku et al. (2020), on-the-job training has an explicit inspirational influence which increases organisational
performance. It also allows management to put in measures for addressing internal challenges before looking for
outside support. Grobler and Warnich (2016) mentioned the following as on-the-job training methods; committee
assignments, enlarged and enriched job responsibilities, apprentice training, mentoring, coaching, job rotation
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and lateral promotion. According to Awe et al. (2010), the disadvantage of on-the-job training is that supervisors
and other internal instructors may be occupied with other activities and may not be available to offer the needed
instruction. Off-the-job training on the other hand, make trainees learn their job roles away from the actual work
floor, usually in an environment that is duplicated and used for that purpose (Opoku et al., 2020). According to
Opoku et al. (2020), off-the-job training is usually conducted at a place that is different from the employees’
workstation. In the opinion of Awe et al. (2009), off-the-job training is costlier when compared to on-the-job
training and its success is restricted since it is possible that sufficient knowledge will not be transferred from the
training venue to the workstation. But off-the-job training offers the learners the chance to focus on the desired
training activities (Nassazi, 2013).

Employee development is a long-term learning process by which firms and employees proactively seek
competencies, skills and general knowledge for future managerial responsibilities and future problem solving
(Hafeez & Akbar (2015; Buckley & Caple, 2000). It is defined by Paula and Ferreira (2016) as the integrated set
of planned programmes, provided over a long period to enhance the general and professional growth of a person
through conscious and unconscious learning. Employee development is oriented towards equipping the person
with conceptual and theoretical knowledge on work operations. Employee development is primarily for
managerial staff and is futuristic in nature, focusing primarily on the skills needed to handle new jobs or new
positions within the organisation (Daly & Bierly, 2006). Employees are usually developed through seminars,
symposia, conferences, and workshops. For Gaiduk and Gaiduk (2009), employee development is a message to
staff that management appreciate their effort, and will assist them to become professionals. The returns on
investments in employee development comes in the form of efficient work and increases in output (Wiley, 2011;
Armstrong, 2009).

Concept of Job Performance

One of the longest definitions of job performance was proposed by Campbell et al. (1993). According to the
authors, job performance is “...synonymous with behavior. It is something that people do and can be
observed. By definition, it includes only those actions or behaviors that are relevant to the organization’s goals
and that can be scaled or measured in terms of each individual’s proficiency. Performance is what
the organization hires one to do, and do well. Performance is not the consequence or results of an action; it is the
action itself....and consists of goal-relevant actions that are under the control of the individual” (p. 40). Job
performance is generally measured in financial and non-financial terms (Arinanye, 2015). Financial performance
may be measured in terms of capital adequacy ratio, liquidity, leverage, solvency, and profitability (Moore,
2012). In non-financial terms, job performance is evaluated against market share, cost effectiveness, productivity
and customer satisfaction (Karatepe, 2013). It may also be evaluated in terms of the level of co-operation,
teamwork and the capability of employees. According to Sultana et al. (2012), job performance may be
understood in terms of the increase in output, the ease at which technology is used, and the level of employee’s
motivation.

Opoku (2023) identified two forms of performance: task performance and contextual performance. Task
performance is any behaviour of the employee that is directed at the job itself and intended to accomplish the
job requirements as provided in the job description. They are the explicit and more technical aspects of job
performance and involves the application of skills and knowledge, cognitive ability, and task habits to the
accomplishment of the job. Contextual job performance on the other hand refers to behaviour that is directed
towards an individual, group or organization by a member while carrying out his assigned task. Contextual
performance leverages the betterment of the individual, group or organization to which the behaviour is directed.
They are the variety of non-specific-job behaviours which have significant impact on the social, organizational,
and psychological contexts in which the task is performed. Typical examples of contextual performance include
volunteering, putting in extra effort, cooperating, following rules and procedures and endorsing the goals of an
organisation (Aguinis & Kraiger, 2009; Campbell et al., 1993). Diefendorff et al. (2002) identified two
differences between task performance and contextual performance. First, contextual performance does not
directly support the technical core. It only influences the social and psychological environment of the
organization, and this in turn, influences the technical core. Finally, contextual performance is characteristically
discretionary. It is less constrained by work process technology and other task features than task performance.
Hypothesis development
Employee training, development and job performance

A plethora of studies (Bokhori, 2022; Alain et al., 2020; Nassary, 2020; Falola et al., 2018; Mwangi,
2017) have examined the positive effect of training and development on job performance. Bokhori (2022)
investigated the impact of training and development on the job performance of executives in manufacturing firms
at Kulim Hi-tech Park, Malaysia. The convenience sampling technique was used to select 351 respondents for
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the study. Data were gathered using the survey questionnaire, and were analysed using the descriptive,
correlation and regression techniques. The author found that off-the-job training and job enrichment had
significant effect on the executives’ performance. It was concluded that training and development have
significantly positive effect on employee performance. Katere et al. (2022) also examined the effects of training
and development on the performance of employees of non-governmental organizations in the Northern Region
of Ghana. A sample of 150 respondents were selected using the simple random sampling technique. The close-
ended survey questionnaire was used for data collection. The available data were analysed using descriptive
statistics. It was found that training and development have significant positive effect on employee performance.
A similar study was conducted by Nassary (2020) among employees in public institutions in Tanzania. A sample
of 80 participants was selected through simple random sampling. The survey questionnaire was used for data
collection, and the available data were analysed using descriptive and inferential statistics. The study revealed
that training has a very strong effect on employee performance.

Much like Nassary (2020), Alain et al. (2020) investigated the effect of training and development on
performance of staff of the National Financial Credit Bank in Kumba, Southwestern Cameroon. Data for the
study were gathered using survey questionnaire and analysed using the Structural Equation Modelling (SEM)
with all specifications observed. The authors found that soft and technical skills training have significant positive
effect on employee performance in the Bank. Sothy (2019) investigated the impact of training and development
on employee performance at selected private secondary schools in Phnom Penh, Cambodia. Data were gathered
using the survey questionnaire and were subsequently analysed using the ANOVA Method. The study revealed
that training and development had a significant positive effect on employee performance which enabled the
school to maintain its competitive advantage, increase in job satisfaction, and reduce employee turnover. Falola
et al. (2018) also investigated the effect of training and development on employees’ performance in the Nigerian
banking industry. The simple random sampling technique was used to select two hundred and twenty-three
respondents for the study. Data were collected using the survey questionnaire and were analysed using the
inferential and descriptive statistics. The authors found a significant positive effect of training and development
on employee performance. Finally, Mwangi (2017) investigated the impact of training and development on
employee performance in International Non-Governmental Organisations in Nairobi. Data were collected using
the structured questionnaire. Frequencies and percentages were used to analyse the descriptive statistics, while
correlation and regression were used to analyse the inferential statistics. It was revealed that a statistically
significant relationship exists between training and development and employee performance. The authors
concluded that training and development were essential in ensuring superior employee performance.

Following the preceding review, it is hypothesised in this study that:

Hoy: Training has no significant effect on employee performance.

H11: Training has a significant effect on employee performance.

Ho,: Development has no significant effect on employee performance.

H1,: Development has a significant effect on employee performance.
The conceptual framework for this study is presented as follows.

Employvee
Performance

Development

Figure 1: Conceptual Framework of training and development on employee performance
Source: Authors Construct, (2022)

Methods

The research design, sample and data collection
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The study employed the positivist paradigm, using purely quantitative procedures. The descriptive and
explanatory survey designs were adopted for the study. According to Leedy and Ormrod (2010), the descriptive
design is the most suitable scientific tool for obtaining information about the characteristics, opinions, attitudes,
or previous experience of the subjects under study. The study targeted the security guards of the University of
Cape Coast. As at the time of the study, there were 305 security guards, comprising five (5) principal security
officers who are responsible for designing, implementing and evaluating training programmes, six (6)
supervisors who visit the various beats where the guards were manning, and 294 guards who are on the field
(Directorate of Human Resource, UCC, 2020). In view of the number of subjects in the population, the census
sampling technique was used. All the 305 security guards were requested to fill a survey questionnaire. The data
for this study were obtained from two hundred and fifty-eight (258) security guards of the University of Cape
Coast, representing a response rate of 84.6%.

Measurement

Two main constructs were measured in this study: training and development, and employee performance. The
survey scales used by Demo et al., (2012) were adapted for measuring training and development in this study.
The scales contained six (6) items. The sample items include, (1) | can use knowledge and behaviours learned
in training at work, (2) The University | work for helps me develop the skills | need for a successful
accomplishment of my duties, and (3) The University | work for invests in my development and education,
promoting my personal and professional growth in a broad manner. The scales developed by Griffin et al. (2007)
were used for measuring employee performance. The scale contained twenty-seven (27) items. The sample items
include, (1) I carry out the core parts of my job well, (2) I always complete my core tasks well, and (3) I ensure
that my tasks are completed properly.

Data processing and analysis

Data collected for this study were processed using the IBM Statistical Package for Social Sciences
(SPSS) Version 25.0 software and analyzed using the Structural Equation Modelling Technique which allows
for simultaneous estimation of co-variation for all variables in a model (Sarstedt et al., 2018). Data preparation
was in two stages. First, the raw data were edited, and properly coded to facilitate computer data input. Each
questionnaire was carefully checked for incompleteness and inconsistencies. Second, the processed data were
analyzed using SMART PLS 4.0.8.4. The prepared data file was then converted into “comma-delimited” format
before the final file was imported into the SMART PLS application for model configuration (Browne et al.,
2019). The set-up of the PLS tool for the formulation of the model was as follows. Consistent PLS Algorithm
and Consistent Bootstrapping were dully marshalled for the analysis with 5000 maximum iterations. Casewise
deletion was configured for missing values (Ringle et al., 2020). A 95% confidence interval with a corresponding
5% level of significance was set for the reflective model. The 1-tailed test hypotheses were formulated because
of the non-directional nature of the specific objectives of the study. As a decision rule, indicators with outer
loadings less than 0.7 (not statistically significant) were eliminated to improve the measurement model (Sarstedt
etal., 2018).

The evaluation of the models began with the measurement model and then the structural model (Hair
etal., 2019; Tabet et al., 2019). Cronbach’s Alpha (> 0.7) and Composite Reliability (>0.7) were also computed.
Cronbach’s Alpha value for all the items exceeded the minimum 0.7 cut-off point (Hair et al., 2016; Ringle et
al., 2015). The reliability of the measurement scales was measured with the tho A (> 0.7). The rho A is the most
consistent reliability measure of PLS construct scores (Henseler, 2017). Convergent validity was measured with
the Average Variance Extracted [AVE]. AVE values must be or exceed 0.5 before they can adequately measure
convergent validity (Ringle et al., 2015). Discriminant validity was measured with Fornell-Larcker Criterion.
Discriminant validity represents the uniqueness and distinctiveness of each construct relative to other constructs
in the model (Afum et al., 2019). Since reflective models are prone to biases and errors (Afum et al., 2019), it
became necessary to examine the test of collinearity statistics and report the same (Hair, et al., 2016). Common
method bias was measured with the Collinearity Statistics (VIF <5), as its usage in this context has been
confirmed in reflective models in structural modelling (Kock, 2015).

Generally, it is acknowledged that when collinearity statistics are above 3.3 thresholds, it implies that
the model is prone to common method bias and vice versa (Afum et al., 2019). Kock (2015) however, argued
that VIF needs a score of 5 or lower to avoid multicollinearity problems in situations where algorithms
incorporate measurement errors, especially for factor-based PLS-SEM algorithms (Hair et al., 2012). Factor
loadings for all significant indicators were measured accordingly, given cognizance of top-values and t-statistics
(Ringle et al., 2015). The structural model was evaluated as follows: Measurement loadings are standardized
path weights connecting the factors to the indicator variables, ranging from 0 to 1. Loadings should be significant
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(Garson, 2016). By convention, for a well-fitting reflective model, path loadings should be above 0.70 (Ringle,
2015: Henseler et al., 2012). The larger the loadings, the more robust and reliable the measurement model. Path
coefficients (unstandardized beta) were used to assess the contributions of the predictors to the variance in the
dependent variable (Schuberth et al., 2018). Effect size (f2) was used to quantify the contributions of the
predictors to the changes in the dependent variable (Ringle et al., 2015). Effect size values above 0.35, 0.15, and
0.02 are deemed to be strong, moderate, and weak (Cohen, 1988). This was assessed by the R-square, regarded
as the most common effect size measure in path models (Garson, 2016). To this effect, tentative cut-off points
have been recommended (Garson, 2016). Results above 0.67 are described as being “substantial,” those above
0.33 are “moderate,” and above 0.19 are “weak.” The findings were presented in Tables and Figures for easy
understanding and reporting. Finally, the Q2 was analysed using the PLS predict. Q-square measures whether a
model has predictive relevance or otherwise (> 0 is good). A Q2 above 0 shows that the model has predictive
relevance.

Results and Discussions
Structural model specification

The structural model had two exogenous and one endogenous constructs. The exogenous constructs are
training and development and the endogenous construct is employee performance.
Internal consistency and reliability assessment

The internal consistency reliability was used to assess the model. Internal consistency reliability
provides a conservative measurement of a model. Composite reliability and Cronbach Alpha were used to
measure internal consistency reliability. According to Hair et al. (2016), there is satisfactory internal consistency
among a study’s construct (measurement model) when such constructs have composite reliability and Cronbach
Alpha scores above the minimum threshold of 0.700. According to Henseler et al. (2015), composite reliability
is the most robust for assessing internal consistency reliability, while Cronbach alpha is the lowest bound
assessor of internal consistency reliability. The constructs’ internal consistency reliabilities are presented in
Table 1.
Table 1: Internal Consistency Reliability

Cronbach's Composite reliability

alpha Composite reliability (rho_a) (rho_¢)
Development 0.932 0.934 0.945
Training 0.900 0.907 0.921
Employee performance 0.894 0.901 0.916

Source: Field Survey (2023)

The Cronbach's Alpha value (Table 1) for each item was higher than the threshold of 0.700 (Hair et al.,
2016). Furthermore, all the constructs attained a composite reliability value above the 0.700 thresholds (Hair et
al., 2019). Thus, based on the results of Table 1, the constructs are reliable for further statistical analysis.
Convergent validity assessment

Table 2 presents the convergent validities of the constructs.
Table 2: Convergent Validity Assessment Result

Construct Items Loadings Std. Error T Statistics P-value AVE
Employee Performance EAP3 0.716 0.072 10.009 0.000 0.681
EAP7  0.931 0.043 21.552 0.000
ECP3 0.770 0.056 13.733 0.000
ECP4 0.695 0.071 9.733 0.000
ECP6 0.592 0.071 8.287 0.000
ECP7 0.768 0.060 12.843 0.000
ECP8 0.722 0.060 11.957 0.000
Employee Development ED1  0.774 0.053 14.656 0.000 0.627
ED2 0.859 0.035 24.370 0.000
ED3 0.820 0.037 22.070 0.000
ED4 0.771 0.049 15.613 0.000
ED5 0.858 0.036 23.547 0.000
ED6 0.695 0.063 11.027 0.000
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ED7 0.754 0.053 14.208 0.000
ED8 0.822 0.075 11.019 0.000
Employee Training TE2 0.525 0.109 4.811 0.000 0.609
TFA4 0.857 0.075 11.365 0.000
TFA5 0.692 0.088 7.896 0.000
TM10  0.549 0.105 5.222 0.000
TM3 0.786 0.085 9.226 0.000
TM4 0.849 0.078 10.902 0.000
TM6 0.779 0.095 8.209 0.000

Source: Field Survey (2023)

Convergent validity can only be established if two essential requirements are met: indicator loadings
and the average variance retrieved from the data (AVE). According to Hair et al. (2019), models with outer
loadings of 0.700 or more need to be maintained, while those with outer loadings of less than 0.700 should be
eliminated. From Table 2, almost all indicators assumed indicator loadings above 0.700 except ECP4, ECP6,
ED6, TE2, TFA5 and TM10. However, these indicators with loadings below 0.7 were retained because their
deletion could not improve CA and CR (Hair et al., 2014). As each construct assumed an AVE score above
0.500, there is convergent validity for the study. Figure 2 presents the structural model with the respective
indicator item loadings.
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Figure 2: Measurement Model Results
Source: Field Survey (2023)

Discriminant validity assessment

The Heterotrait-Monotrait Ratio criteria was used to determine the discriminant validity of the

constructs (Hair et al., 2019). The results are presented in Table 3.

Table 3: Discriminant Validity Assessment- Heterotrait-Monotrait Criterion

Development

Employee Performance

Training

Development
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Employee Performance 0.739

Employee Training 0.880 0.564
Source: Field Survey (2023)

Ideally, for a construct’s discriminant validity to be satisfactory, its’ Heterotrait-Monotrait value should
be below 0.85 (Kline, 2011) and 0.9 (Henseler et al., 2015). Notwithstanding, when the Heterotrait-Monotrait
value is above 0.9 but closer to 0.9 than it is closer to 1.0, the score is marginally acceptable for further statistical
analysis (Benitez et al., 2020; Gaskin et al., 2018). The discriminant validity results, (as in Table 3), show that
there is no problem with discriminant validity, as each construct’s score is above 0.950 (Benitez et al., 2020;
Gaskin et al., 2018). Thus, the discriminant validity of the constructs is valid for further statistical analysis.
Structural model

This section provides the output of the predictive model and evaluates the structural model fitness in
predicting the interaction between exogenous and endogenous constructs. The procedure is laid out as follows:
the author begins with an examination of the structural model for collinearity issues, followed by an assessment
of the significance of the structural model relationships, then by an analysis of the coefficient of determination
(R?), an evaluation of the effect size (F?), and an assessment of the predictive relevance (Q?) or effect size (Hair
et al., 2016).

Collinearity statistics (VIF)

Collinearity statistics was measured with the VIF. According to Hair et al. (2016), tolerance values
below 0.200 (or a VIF value of more than 5) should be viewed as crucial levels of collinearity. The constructs’
measures of collinearity statistics are presented in Tables 4 and 5.

Table 4: Outer VIF Values

VIF
EAP3 1.593
EAP7 2.126
ECP3 2.119
ECP4 2.591
ECP6 2.534
ECP7 3.512
ECP8 2.708
ED1 3.249
ED2 4.874
ED3 3.821
ED4 2.232
EDS 4.496
ED6 2.927
ED7 3.633
ED8 1.798
TE2 2.479
TFA4 2.518
TFAS5 2.259
TM10 2.562
T™M3 2.517
T™M4 1.916
T™M6 2.227

Source: Field Survey (2023)
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Table 5: Inner VIF Values

Employee Performance
Development 2.913

Training 2.913
Source: Field Survey (2023)

As in Tables 4 and 5, there were no issues of collinearity among the survey’s constructs. None of the
constructs had a VIF value above 4.999 which is deemed to be the minimum acceptable score/value for no
collinearity issues or biases (Hair et al., 2016). Therefore, the VIF scores show that there is no common method
bias for all the constructs measured.

Coefficient of determination (R?)

The R? value is the most often used metric for evaluating the predictive ability of a model. It represents
the variation in the exogenous construct that is explained by variations in the exogenous constructs. The
predictive power of exogenous construct(s) on endogenous construct runs from 0 to 1, with higher values
indicating more predictive power. The predictive capacity of the model is presented in Table 6.

Table 6: Coefficient of Determination (R?)

R-square R-square adjusted

Employee performance 0.478 0.475
Source: Field Survey (2023)

Results from Table 6 showed that employee training and development accounted for a moderate positive
variance in employee performance (R?=0.478) when all other factors not captured in this study but are affecting
employee performance are statistically controlled for. Thus, 47.80% positive variance in employee performance
was attributed to changes in employee training and development.

Effect Size (F?)

The effect size (F?) was used to assess the effect of each exogenous latent variable on the model’s
endogenous variable (Cohen, 1988). Effect size values above 0.35, 0.15 and 0.02 were regarded as strong,
moderate and weak (Henseler, 2017; Cohen & Manion, 2007). Table 7 presents the effect sizes (F?) of the various
structural paths observed.

Table 7: Effect Size (F?)

Employee Performance
Employee Development 0.392

Employee Training 0.007
Source: Field Survey (2023)

As in Table 7, the predictive structural paths of employee development and job performance recorded
a moderate effect size with an F? value of 0.392. However, the predictive structural paths of employee training
and job performance recorded a weak effect size with F? value of 0.007.

Predictive relevance (Q?

The Q2 statistic was used to measure the predictive relevance of the structural model. Q2 values greater
than O implies that the exogenous constructs have predictive importance for the endogenous construct (Hair et
al., 2019). A blindfolding approach was used with an omission distance of 7 to estimate the cross-validated
redundancy values from the structural and measurement model scores. For the endogenous construct, there was
predictive relevance. Table 8 and Figure 3 presents the Q2 values of the model.

Table 8: Predictive Relevance (Q?)

SSO SSE Q? (=1-SSE/SSO)
Development 3536.000 3536.000 0.000
Employee Performance 3094.000 2209.642 0.286
Training 3094.000 3094.000 0.000

Source: Field Survey (2023)
Table 8 signals that employee performance has predictive relevance to both training and development.
This was because employee performance in the model (evident by Q?) had Construct Cross Validated
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Redundancy scores above zero (0). This means that all the exogenous constructs together are able to explain the

model.
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Figure 3: Predictive relevance (Q?)
Source: Field Survey (2023)
Specific direct effect path coefficients and decision on hypotheses

The specific direct effect of the model was assessed using the path coefficient, the t-statistics, and p-
value. To determine the relevance of path coefficients, the following criteria was used: a p-value less or equal to
1.65is 10 %, 1.96 is 5%, and 2.57 is 1%. Conventional decision guidelines were used to find significant path
coefficients between exogenous and endogenous constructs. Table 9 presents the output of the Specific Direct
Effect Model Path Coefficients. Per the nature of hypotheses 1o, 11, 20 and 21, the survey sought to assess the
direct effects of each of employee training and development on the performance of staff of the Security Unit at

the University of Cape Coast.
Table 9: Specific Direct Effect Path Coefficient

Standard
Original Sample deviation T statistics
sample (O)  mean (M) (STDEV) (O/STDEV) P values
Development -> Employee
Performance 1.079 1.071 0.129 8.394 0.000
Training -> Employee
Performance -0.375 -0.364 0.156 2.408 0.016

Source: Field Survey (2023)

As in Table 9, it is evident that employee development is a significant positive predictor of employee
performance (Beta=1.079; t-stat=8.394; p=0.000; p<0.050). Employee training also contributed significantly to

the variance in employee performance (Beta=-0.375; t-stat=2.408; p=0.016; p<0.050).

Discussion
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The current study investigated the effect of employee training and development on job performance of security
guards in the University of Cape Coast. To this end, two hypotheses were formulated. The first hypothesis sought
to assess the direct relationship between employee training and job performance of security guards in the
university of Cape Coast. Figure 2 and Table 9 showed that the hypothesised path relationship between employee
training and job performance was statistically significant (Beta=-0.375; t-stat=2.408; p=0.016; p<0.050). The T-
statistic (2.408) was greater than 1.96. The direction of relationship was however negative as in Figure 2 and
Table 9. Practically, the negative relationship implies that a unit increase in employee training will lead to a
decrease in employee performance. Hence, the study failed to reject hypothesis 1o. These results imply that the
job performance of security guards in the University of Cape Coast does not improve with changes in employee
training. Perhaps, this may be due to the nature of training programmes or processes adopted by management. A
faulty training intervention in areas such as inadequate need assessment, lack of preparation, ill-planned content
delivery, incompetent facilitators, outmoded facilities or the lack of appropriate training evaluation methods can
produce such outcomes. These results have failed to support the findings of Bokhori (2022) that off-the-job
training and job enrichment are significant predictors of executives’ performance in manufacturing firms at
Kulim Hi-tech Park, Malaysia. The results are inconsistent with the findings of Nassary (2020) that training has
significant positive effect on employee performance in public institutions in Tanzania. Finally, the findings of
this study do not support the findings of Alain et al. (2020) that soft and technical skills training have significant
positive effect on job performance of staff of the National Financial Credit Bank in Cameroon.

The second hypothesis sought to examine the effect of employee development on the job performance
of security guards in the University of Cape Coast. The results in Figure 2 showed that the hypothesised path
relationship between employee development and job performance was statistically significant (Beta=1.079; t-
stat=8.394; p=0.000; p<0.050). The T-statistic (8.394) was greater than 1.96. The direction of relationship was
positive as in Figure 2 and Table 9. Practically, it can be inferred from these results that a unit increase in
employee development will lead to an increase in employee performance. These results imply that employee
development significantly contributes to the positive variance observed in the performance of security guards in
the University of Cape Coast. In more practical terms, a unit increase in employee development will lead to an
increase in employee performance. Contrarily, a unit decrease in employee development will warrant a reduction
in the performance of security guards in the University. The results of this study are consistent with the findings
of Falola et al. (2018) that there is a significant positive effect of employee training and development on the job
performance of staff in the Nigerian banking industry. The results also support the findings of Nakacwa et al.
(2022) that training and development has a significant positive effect on performance of staff at Uganda Wildlife
Authority. Finally, the results of the current study corroborate the findings of Katere et al. (2022) that training
and development has significant positive effect on the performance of staff in Non-Governmental Organizations
in the Northern region of Ghana.

Managerial implications

The importance of this study lies on its likelihood to add up to theory, policy formulation and human resource
management practice. This study is the first comprehensive study to assess the relationship between training and
development, and performance of Security guards in the University of Cape Coast. In terms of theoretical
significance, the study advances knowledge and understanding of how the integration of training and
development practices impact on security staff performance in public universities in Ghana. Apart from its
potential academic contributions, the research has significant real-world effects. The outcome of the research
discloses the function and position of training and development in the Security Unit of the University of Cape
Coast. In this way, it is expected that the outcomes of the study would benefit the Directorate of Human Resource
Management of the University of Cape Coast in formulating realistic and far-reaching policies for revamping
the Security Section. Second, the findings of the study also enrich the competencies that Human Resource
Professionals require to identify, utilise, and combine the skills, knowledge and experiences of security guards
for superior employee performance in the University. Finally, the study provides useful information for the
creation and execution of policies relating to employee performance.

Conclusion

The current study investigated the effect of employee training and development on job performance of
security guards in the University of Cape Coast. Data were obtained from two hundred and fifty-eight (258)
security guards in the University. The available data were analysed using the Structural Equation Modelling. The
study concluded that the development of security guards in the University of Cape Coast significantly contributes
to their job performance, whereas training of security guards in the same University has a negatively significant
influence on their performance. The study proves again that development causes statistically significant positive
changes in the performance of employees as held by previous studies (Katere et al., 2022; Nakacwa et al., 2022;
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Falola et al., 2018). Therefore, it is sound for management of the Security Section in the University of Cape
Coast to continue or even improve on the existing development interventions.
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